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Abstract 
The service sector such as the healthcare has been recognized as one of the main contributors to the 
growth of Malaysian economy. Nurses tend to leave the workplace, nation and even profession because of 
the amount of healthcare associations and the challenging economic situation of a country. This research 
is carried out to examine the relationship between compensation and benefits, training and development 
with employee retention among nurses in a private hospital in Penang. A survey was carried out in a private 
hospital in Penang. A total of 250 questionnaires were distributed but only 200 questionnaires were returned 
and utilized for data analysis. Regression analysis results indicate that only compensation and benefits 
were positively related and have significant relationship with employee retention. Thus, compensation and 
benefits is considered as the most important variable in influencing the nurses to retain in an organization.    
 




Human resources play an important component of any organization. It is difficult to measure the 
exact cost of employee turnover in an organization. When employees leave an organization, it will cost 
organization time to find the replacement for the positions. According to Haider et.al (2015), the cost 
associated with employee turnover usually will cost organization 2.5 times greater than the salary of an 
employee. The cost of hiring new employees is high and skilled employees are also difficult to find (Kwenin 
et al., 2013). According to Lim et al. (2010), many organizations indicate that they incur tremendous cost 
because of high employee turnover from various ways, such as increased the cost related to the new 
recruitment likes advertisements, recruiters’ salaries and administrative expenses and training cost for new 
employees. Thus, it is necessary for management to retain the talented employees not because of the costs 
incurred on them by employers, but also because of their required knowledge and skills in the organization. 
There are many sectors that been affected by employee’s turnover. One of it is the healthcare 
industry. Healthcare industry in Malaysia has become one of the engines of economic growth. This service 
field involves suppliers of analytic, preventive, healing, and helpful administrations such as doctors, nurses, 
hospitals and private, public, and voluntary organizations (Business dictionary, 2017). Malaysia offers top-
quality healthcare services and it is mainly under the responsibilities of the Ministry of Health Malaysia 
(MOH), which consists of both public and private sector hospitals.   
Nurses are the biggest group in healthcare system. According to Friedman (1991), nurses are the 
heart and hands of healthcare system because their job is encounter with patients daily. In 2016, the total 
employee’s turnover rate for Malaysian’s hospitals is 16.2 % compared to 15.3% in 2015 (National Health 
Care Retention and RN Staffing Report, 2017). Retaining and attracting experienced nurses to stay in an 
organization and able to deliver the service quality based on organization’s vision and mission seems to be 
a key challenge faced by all HR professional in the industry. Hence, this research aims to determine the 
connection of HRM practices which comprised of compensation and benefits, training and development 
with employee retention among nurses in a private hospital in Penang. 
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Employee retention is an activity where organizations try to keep their talented and valuable 
employees (Alshammari et al., 2016). According to Kumudha and Harsha (2016), employee retention is the 
capability of a business entity to sustain its workforce and hence maintain a low turnover ratio. There are 
several factors which helps to retain employees, which are compensation and rewards, training and 
developments, supervisor support and organizational justice (Fitz-enz, 1990).  
In addition, Kossivi et al. (2016) stated that employee retention relates to employee’s motivation to 
stay in an organization for a longer period. Besides that, Mita et al. (2014) referring employee retention as 
a step derived by businesses to keep effective human resources and at the same time meet operational 
requirements. Bidisha and Mukulesh (2013) explain it as an action where employees are willing to stay with 
an organization for the maximum period. In other words, employee retention refers to a process and 
organization strategy that helps the employees hold to an organization for a longer period. 
  Nase (2009) indicate that it is important to find out reasons that boost employees to leave an 
organization and understand why valuable employees stay. Recent studies (e.g. Lee-Kelley et. al., 2007; 
Acsente, 2010) mentioned that employees should be engaged in their job and their society. As they 
socialize in their profession and community life, they will build networking, both on and off the job. Leaving 
a job would require them to find back those networks. High embedded employees will likely stay in the 
organization. By giving mentors, team-based work and use employee referrals, it will encourage employees 
to be more embedded. Besides that, by giving clear orientation and information about the organization’s 
values and culture, also helps retain the employees. 
To solve the problem about employees leaving, strategies should be derived up as these projects 
go after talent. In addition, if employees feel fulfilled at the work environment, it causes employees to more 
likely to stay for an extended period. With a specific end goal to take care of turnover issues, a legitimate 
correspondence, reasonable and impartial remuneration, clear performance desires, pay and monetary 
motivators additionally expands motivation, commitment, and satisfaction of employees (Mitchell et al., 
2001). 
  Factors contribute to the development of a person’s intention to quit, some of which are not 
necessarily job related (Gaertner & Nollen, 1992). Thus, there are several reasons such as job satisfaction, 
communication system, financial and non-financial compensation rewards, training and development 
activity, lack of commitment in the organization in the organization which leads to job hop and people leave 
organization. The HRM practices that will be covered in this paper are compensation and benefits, and also 
training and development. 
 
Compensation and Benefit 
 
Compensation and benefit is defined as the pecuniary and real benefits that employees obtained 
as part of an employment (Milkovich, Newman & Gerhart, 2011).  Employee compensation is the process 
of getting money for the contribution they make to an organization (Steward & Brown, 2009). It is vital for 
workers since it is one of the primary purposes behind which individuals work.  
Wang et al. (2010) indicated that compensation and benefits lead to greater organizational 
commitment and lower turnover intention. Compensation and benefits was found to have a positive 
influence on turnover intention as the younger generations of workers have become more individualistic 
and materialistic. They tend to search personal growth and recognition tied to financial rewards, if they do 
not receive the expected financial rewards they are more likely to quit the organization. However, 
employees who displayed a high level of satisfaction had less expectation to take off. At the point when 
fulfillment in money related pay was satisfied, the expectation to leave decreased significantly. 
This finding is also supported by Chew and Chan (2008) who revealed that compensation and 
benefits with organizational commitment and intention to stay have positive link. It will increase employee’s 
commitment by giving rewards. Hence, an undeniably thought needed to differentiate the rewards of the 
top performers. This because the top performer will effectively leave the organization and hard for them to 
get a similar substitution. 
In addition to that, compensation and benefits is also found to relate to employee intention to quit. 
When an employee considers about leaving a job, an employee often thinks tangible benefits from the 
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current organization that he or she had to sacrifice (Bergiel, 2009). This is supported by Venderberghe 
(2008) who said that compensation and benefits being the key element in retention policies because it helps 
to strengthen the link with the organization and make the employees motivated to perform their job.   
Maslow’s hierarchy of needs include the physiological dimension which is the largest yet the lowest 
level of needs at the bottom of the pyramid. This signifies that certain employees or groups of employees 
are more attracted to monetary gains and are less drawn to non- financial benefits that an employment may 
offer. This is similar with the findings of Vazirani (2007) who said that organizations should have a proper 
pay system and provide certain benefits and compensation so that the employees are motivated to work in 
the organization.  
Employees performs work with the understanding that the business owners will respond by giving 
remuneration and other positive benefits (Whitener, 2001). Workers will stay with the organization when 
they feel their capacities, endeavors and execution commitments are perceived and acknowledged (Davies, 
2001) and consequently will remain in the organization. Accordingly, the following proposition is made: 
 
H1: There is an association between compensation and benefits with employee retention among nurses. 
 
Training and Development 
 
Training is defined as the development of knowledge and skills of employees to make them conform 
to certain attitudes, perform a given task satisfactorily and improve performance in the work environment 
(Latham, 1988; Tabiu et al., 2016). Likewise, Mahadevan and Mohamed (2014) pointed out that the purpose 
of training is to reshape the attitude of employees, create the needed change in the mind of employees and 
make them adapt to the culture of the organization by improving employee’s knowledge and skills. 
  McNamara (1998) indicated the importance and worth of training and development has long been 
recognized. It can increase job engagement and satisfaction, employee motivation, efficiencies in 
processes, resulting in financial gain, increased capacity to adopt new technologies and methods, 
increased in innovation in strategies and products and decreased employee turnover. Rosner (1999) 
reasons that training and development can be a great investment or waste of money. Training and 
development is a waste of investment when the preferred behavior does not occur. The administrator 
should play the role to identify problems can be attributed to training and development deficiencies. Apart 
from that, they need to confirm that the right training and development strategies is implemented. Without 
the right training and development, employees can be the organization liability (Batram & Gibson, 2000). 
Hence, organization need to identify the suitable training and development for its staff in order for 
the employees to retain in the organization (Chew & Chan, 2008). From the employee’s view, training and 
development is a sign of the employer’s commitment to their staff (Storey & Sisson, 1993). If the training 
involves the development of skills specific to the organization, it is likely to result in greater productivity for 
the organization. Training and development has significant positive association with intention to stay, which 
is consistent with the results of existing literature (e.g. Bassi et al., 1996; Oakland and Oakland, 2001; 
Vorhies and Harke, 2000).    
Additionally, Huselid (1995) said that by providing formal and informal training experiences, such 
as basic skills training, on-the-job experience, coaching, mentoring and management development can 
influence the employee’s development and performance. Training and development will be reflected in their 
productivity as when productivity increases, profits of the organization would be maximized. It is the goal of 
every employer as it could reduce turnover among the employees. Thus, the following proposition is made: 
 
H2: There is a connection between training and development with employee retention among nurses. 
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Self-administered questionnaires were distributed to respondents, which are nurses at a private 
hospital in Penang. The questionnaires comprised of items to measure employee retention, compensation 
and benefits, and training and development. The instrument is adapted from Stanssen and Ursel (2009) and 
Coombs (2009) with six items to measure employee retention. A total of seven items were used to measure 
compensation and benefits were adapted from Kim et al. (1996). Training and development was measured 
by five items and adapted from Desimone et al. (2002). Respondents were asked to respond to the items 
by indicating their level of agreement using a five-point Likert scale (1= strongly disagree to 5= strongly 




Since the population is small (i.e. 250), the study is a census study which includes the entire nurses 
at the hospital. Throughout the actual data collection process, a total of 250 questionnaires were distributed, 
however only 200 set of questionnaires manage to be collected. This made up the response rate of 80 % in 
the organization. 
 
Data Analysis and Results 
Data was analyzed using SPSS version 22.0. Based on the analysis, the entire respondent 
consists of female nurses. Most of the respondents are in the age group of 26 – 30 years old which is about 
42% or 84 respondents. Senior employees who are more than 40 years old represent 17 % of the workforce 
whereas there are only 23 respondents in the age group of 31-35 years old. Majority of the respondents 
are married (71%). Half of the total respondents (50.5 %) are Diploma holder. Meanwhile, 97 nurses are 
having their Degree as highest education achievement while only two nurses are having their Masters. In 
this private hospital, most of the nurses which are 47.5 % still considered as new employees because 
having two to three years working experience in this organization whereas 69 nurses have been working 
for the past four to five years. There are only nine nurses that sustain in providing service for this hospital 
for more than eight years. 83 % of the respondents received monthly income between RM2001-RM4000 
while 27 out of 200 respondents received monthly income between RM4001-RM6000. Most of the 
respondents which is about 58.0 % indicated that this is not the first organization that they work after their 
graduation. About 19.5 % which is about 39 respondents stated that they job hop for two times before 
joining the current organization whereas about 36 respondents stated that there are three organizations 
that they worked before joining this organization. 
Table 1 presents the means, standard deviation and correlations of the variables for the study. The 
reliability results of the measures are also presented (in bold). As shown in Table 1, the Cronbach alpha 
for employee retention is 0.61, compensation and benefit 0.72, and training and development 0.75. The 
table also reveal positive correlation results between employee retention with compensation and benefits. 
Multiple regression analysis was also carried out to test the hypothesis. The results in Table 2 
reveal that 12.8% (R Square = 0.128, F value = 9.59) of the variance in employee retention was explained 
by compensation and benefits, and training and development. The result indicated that compensation and 
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Table 1  
Mean, Standard Deviation, Correlation and Reliability results 
Notes: *p<0.05; **p<0.01; M=mean; SD= standard deviation, reliability result in bold 
  
Table 2  
Regression results of self-esteem and pro-active personality on employee retention 
Independent variables Standardized Beta                t
Compensation and benefits 0.274 3.390*
Training and development 0.069 1.306
F value        9.590
                           R Square        0.128
                          
R         0.358
Note: *p<0.05 
   
DISCUSSION AND CONCLUSION 
 
The results reveal that compensation and benefits does have an important connection with 
employee retention. This means that compensation and benefits package influence the retention among 
nurses in private hospital. Compensation and benefits are vital approach to influence individual’s choice to 
work with an organization. Employees tend to leave the organization if they not receive an attractive pay 
for their contribution. Consequently, if organizations fail to provide fair and reasonable compensation and 
benefits package, it could lead to negative action of employees against the organization such as reluctant 
to stay with the current organization (Johanim, et al, 2012)  
To motivate employees, organization should design benefit plan according to the different level of 
employees need and demand (Zhang, 2016). In other words, compensation and benefits influences the 
employee’s attitudes and ensures a longer service if they are satisfied with the system. Bernardin and 
Russell (2013) expressed that youth workforce are more life focused and request heaps of advantages at 
the work place. As mentioned earlier, most of the participants are in the age group of 26 – 30 years old 
which is about 42%. Youth employees expect a great compensation and benefits package to be motivated 
at work. 
Besides that, Anis et al., (2011) state that an efficient compensation and benefits system influences 
the employees to make their decision for longer retention because their self-interest is being fulfilled. Giving 
recognitions to employees also helps in retaining employees because it eventually satisfied them and boost 
up morale and positive behaviour towards work. Other than that, when employees feel that they are being 
rewarded by their organizations, they feel satisfied and put more efforts in work (Alshammari et.al, 2016). 
Reasonable compensation and benefits system will be good internal incentive mechanism for organization 
to retain employees. 
On the other hand, the multiple regression analysis results showed that training and development 
does not have a significant association with employee. This means that training and development does not 
influence the retention among nurses in private hospital. The possible reason being that nurses in the study 
had sufficiently given training and development for them to develop their skills and knowledge. However, 
the result reveal that it does not influence their choice to stay in the present place of employment. Thus, 
they didn’t perceive training and development as a factor that motivate them to stay at the workplace. For 
this reason, training and development does not have association with employee retention among nurses in 
a private hospital. 
This study has answered the study objective, which is to examine the relationship between 
compensation and benefits and training and development on employee retention. The findings provide a 
Variables M SD 1 2 3 
1.Employee Retention 4.06 0.32 0.61   
2. Compensation and benefit 3.69 0.55 0.34* 0.72  
3. Training and development 3.96 0.80 0.09 0.07 0.75 
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better understanding on the relationship of these variables for organizations to design a fair and marketable 
compensation and benefits package to motivate the nurses to stay in the organization.  
In conclusion, the results support that compensation and benefits does impact employee retention 
but training and development does not influence the nurses retention. Hopefully, this paper has created 
awareness for the policy makers about the importance of support in enhancing nurse retention in the face 
of competitive labor market and economic recession.  
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